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Wages, Benefits and Overtime Compensation: Holidays, Leave, Legal Benefits and Bonuses  
WBOT.5 Employers shall provide all legally mandated holidays, leave, benefits and bonuses, such as 
official holidays, annual leave, sick leave, severance payments and 13th month payments, to all 
eligible workers within legally defined time periods. In addition, all leave and bonuses shall be 
calculated correctly. (S)  
 Noncompliance 
 
Explanation:  Based on the review of social insurance contribution record of March 2009, the 
factory had covered only 658 employees under the retirement insurance, 7 
employees under the medical and maternity insurances, 1070 employees under 
industrial injury and accident insurance, while no unemployment insurance was 
provided to workers. Factory provided waiver from local social insurance bureau on 
January 2, 2009 for review.  
In accordance with Article 73 of the Labor Law of the People's Republic of China, 
employees shall, in accordance with the law, be entitled to social insurance 
benefits under the following circumstances: (1) retirement; (2) illness or injury; (3) 
disability caused by work-related injury or occupational disease; (4) 
unemployment; and (5) maternity.  
Plan Of 
Action:  
Q3 factory visit is planned for this year.  
Deadline 
Date:  
05/01/2009  
Supplier 
CAP:  
As a result of the financial tsunami, local government has relaxed the social 
insurance program. We have since then adjusted and complied according to the 
waiver rather than the original law. In fact, the waiver required us to purchase only 
200 employees on retirement insurance, and we have covered 658 workers due to 
past execution. We will exert additional efforts to re-adjust should there be any 
change in the local policies. The unemployment insurance law, as we understand, 
requires unemployment insurance for only [city name] residents; there is no need 
for workers with registered residence in other provinces or cities. We have only 6 
employees who are [city name] residents and they are all covered with the 
stipulated unemployment insurance. 
 Note: Despite no request was made to review those insurance documents on the 
day of the audit, we are happy to submit on future request.  
Supplier 
CAP Date:  
05/01/2009  
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Action 
Taken:  
 
1. Retirement - [Factory name] obtained a waiver from the local government 
bureau, exempting the company from the responsibility of providing retirement 
insurance to its employees, provided that the employee chooses not to participate 
in the national retirement insurance program. [Factory name] has exercised their 
right of exemption accordingly in those cases where the employee has elected not 
to participate.  
2. Accidental Injury - [Factory name] provides this insurance to all full time 
employees as required by China Labor policy.  
3. Medical Insurance - [Factory name] provides this insurance to all full time 
employees as required by China Labor policy.  
4. Maternity Leave - The local labor law requires that local employers provide all 
workers who are permanent residents of the greater [city name] area with this 
benefit. Coverage for all other workers with permanent residency elsewhere is not 
mandatory.  [Factory name] provides this benefit according to the requirements of 
the local law.  
5. Unemployment Insurance - The local labor law requires that local employers 
provide all workers who are permanent residents of the greater [city name] area 
with this benefit. Coverage for all other workers with permanent residency 
elsewhere is not mandatory.  [Factory] provides this benefit according to the 
requirements of the local law.  
6. Any inconsistencies noted by the FLA audit team were inadvertent or were the 
result of miscommunication. It is the express policy and practice of [factory name] 
to cooperate with client auditors and comply with China law.  
Plan 
Complete:  
No  
Plan 
Complete 
Date:  
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Wages, Benefits and Overtime Compensation: General Compliance Wages, Benefits and 
Overtime Compensation  
WBOT.1 Employers shall comply with all local laws, regulations and procedures concerning the 
payment of wages and benefits, including overtime compensation. In any case where laws and the 
FLA Code are contradictory, the standard that provides the greatest protection for workers shall 
apply. Where provisions are lacking, employers shall take measures to reasonably accommodate 
matters concerning the payments of wages and benefits, including overtime compensation. (S) 
 Noncompliance 
 
Explanation:  Due to unreliable time and payment records, auditor could not verify whether the 
overtime wages were calculated as per the overtime working hours and paid to the 
workers. For instance, various records obtained from various sections showed that 
workers were working on many Sundays and Saturdays such as Jan 11, 2009 
(Sunday), November 22, 2008 (Saturday), November 23, 2009 (Sunday), January 10, 
2009 and January 17, 2009 (Saturdays). However, corresponding time and payment 
records of respective workers showed that they were off on those days. In 
addition, it was also noted that the information gathered during the workers 
interviews both on- and off-site presented discrepancies with the information 
reflected on the time and payment records provided during the audit. For instance, 
some workers reported that they were required to work on some Saturdays even 
during the low season, however, their corresponding time records showed that 
they were not required to work on any Saturday during the entire period. Some 
workers also admitted that they were required to work on Sunday occasionally for 
the past few months, however, their corresponding time records showed that they 
did not work on any Sunday. Hence, the time and payment records provided were 
unreliable.  
(Article 44 of Labor Law of the People's Republic of China)  
Plan Of 
Action:  
Q3 factory visit is planned for this year.  
Deadline 
Date:  
08/15/2009  
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Supplier 
CAP:  
 
It has been a major challenge to the entire export manufacturing industry in China 
that there are a lot of different COC requirements on top of the China Labor Law. 
We will strive to detect those gaps in details and work to satisfy all codes at the 
same time. In the past, it has been our emphasis on the International Council of 
Toy Industries (ICTI) requirement as the main framework under which our factory 
adheres to the "Combined Working Hours System" option as provided for by local 
China Labor policy which states that an employee may exceed 3 hours of overtime 
in a 24 hour period. Furthermore, the total hours worked in a 7 day period by a 
single hourly employee may exceed 60 hours, as long as the total overtime hours 
worked in a calendar year do not exceed 432 hours. We have always adopted the 
ICTI philosophy of continuous improvement; and to maintain and submit genuine 
and accurate records of all sorts, even if they were non-compliant, as the backbone 
of the entire recording system. It was a misfortune that our staff has not been able 
to project our honest company philosophy, or that our records were not accurate 
enough to produce 100% consistency. Note: We truly believe that perhaps it is a 
good idea that if a factory is genuinely submitting its true picture to the auditors, it 
is fair for the factory to know where the inconsistencies were found so that we 
could at least explain and the auditors could evaluate according to their free minds. 
We have no idea which inconsistencies were found even up to now. It would help 
us better to plan a more effective CAP if we knew what went wrong.  
Supplier 
CAP Date:  
08/15/2009  
 Action 
Taken:  
1. It is the express policy and practice of [factory name] to follow all China and local 
laws relative to wage and working hour requirements. Further, it is the policy and 
practice of [factory name] to keep and maintain accurate and complete records of 
all related transactions and to make them available in their entirety, without 
modification to government officials, auditing agencies and others that are 
approved by [factory name] management to view and possess information 
proprietary to the company.  
2. Any inconsistencies noted by the FLA audit team were inadvertent or were the 
result of miscommunication. It is the express policy and practice of [factory name] 
to cooperate with client auditors and comply with China law.  
Plan 
Complete:  
No  
Plan 
Complete 
Date:  
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Wages, Benefits and Overtime Compensation:  Minimum Wage  
WBOT.2 Employers shall pay workers at least the legal minimum wage or the prevailing industry 
wage, whichever is higher. (S) 
 
Noncompliance 
 
Explanation:  Time and payment records were manipulated and unreliable, therefore the auditor 
could not verify whether the basic wages according to legal working hours were 
properly calculated and paid to the workers and whether workers were properly 
paid the minimum wages. For instance, various records obtained from various 
sections showed that workers were working on many Sundays and Saturdays such 
as Jan 11, 2009 (Sunday), November 22, 2008 (Saturday), November 23, 2009 
(Sunday), January 10, 2009 and January 17, 2009 (Saturdays). However, 
corresponding time and payment records of respective workers showed that they 
were off on those days. In addition, it was also noted that the information gathered 
during the workers interviews both on- and off-site presented discrepancies with 
the information reflected on the time and payment records provided during the 
audit. For instance, some workers reported that they were required to work on 
some Saturdays even during the low season, however, their corresponding time 
records showed that they were not required to work on any Saturday during the 
entire period. Some workers also admitted that they were required to work on 
Sunday occasionally for the past few months, however, their corresponding time 
records showed that they did not work on any Sunday. Hence, the time and 
payment records provided were unreliable.  
(Article 48 of the Labor Law of the People's Republic of China)  
Plan Of 
Action:  
Q3 factory visit is planned for this year.  
Deadline 
Date:  
08/15/2009  
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Supplier 
CAP:  
 
We are very sure that the minimum wages are 100% complied with in our factory. 
The issue here is the reliability of records. Although we are not sure where the 
inconsistencies found were, we believe it could arise out of 3 major reasons:  
1. Human error of incorrect recording of accurate date on other documents other 
than payment documents. One of the mutually aware example (though the auditor 
did not confirm), was a finding on the "taken and used" record on the first aid kit in 
the tooling department. We required the workers to mark on the record what was 
used on what date. He marked a date that fell on a Sunday, but his pay record 
showed that he was off that day. The truth was, the entire department was off that 
date. Human error of this sort will require us to educate people to be very accurate 
on every date they write on similar records.  
2. Night shifts records that overlapped 2 calendar dates. For example, a shift that 
started on 8 PM Friday and ended 8 AM Saturday, our computer system records 
the work hours on Friday only by using the start date. However, we have no 
specific recording standards on other production documents, i.e. the output could 
be recorded on either Friday or Saturday as the recorder decided. We have now 
started to record the output as Friday (night shift) output to identify accurately to 
solve this issue.  
3. It is an acceptable practice to change the rest days within a week, say from a 
Sunday or Saturday to Monday or Tuesday. A worker who worked on Sunday and 
had his or her rest day switched to Monday will be paid regular pay (1x) instead of 
overtime (2x) on Sunday. In order to ensure the worker is paid the proper wage, 
the work day recorded is the original day scheduled (Monday) instead of the day it 
was switched to (Sunday). In retrospect, this is not a proper way to record the data 
although the pay to the worker had not been impacted. Further to the point it was 
an extreme low season in April 2009, in the midst of financial tsunami when the 
audit was done, so switching rest days was not a problem. It was not an intention 
to not give workers their entitled pay, it's just a convenient recording practice that 
our people mistakenly applied. I believe that there were no payment complaints 
during personal interviews, and that was the key. We have changed the recording 
practice to now record the exact work day and mark the switched rest day on our 
record; and the computer system has been changed to calculate an appropriate 
multiple based on specified input.  
Supplier 
CAP Date:  
08/15/2009  
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Action 
Taken:  
 
1. It is the express policy and practice of [factory name] to follow all China and local 
laws relative to wage and working hour requirements. Further, it is the policy and 
practice of [factory name] to keep and maintain accurate and complete records of 
all related transactions and to make them available in their entirety, without 
modification to government officials, auditing agencies and others as approved by 
[factory name] management.  
2. Any inconsistencies noted by the FLA audit team were inadvertent or were the 
result of miscommunication. It is the express policy and practice of [factory name] 
to cooperate with client auditors and comply with China law.  
Plan 
Complete:  
No  
Plan 
Complete 
Date:  
 
 
 
 
Wages, Benefits and Overtime Compensation:  Premium/Overtime Compensation  
WBOT.10 The factory shall comply with all applicable laws, regulations and procedures governing the 
payment of premium rates for work on holidays, rest days, and overtime. (S) 
 
Noncompliance 
 
Explanation:  Due to unreliable time and payment records, auditor could not accurately verify 
workers' wage status at the facility. For instance, various records obtained from 
various sections showed that workers were working on many Sundays and 
Saturdays such as January 11, 2009 (Sunday), November 22, 2008 (Saturday), 
November 23, 2009 (Sunday), January 10, 2009 and January 17, 2009 (Saturdays). 
However, corresponding time and payment records of respective workers showed 
that they were off on those days. In addition, it was also noted that the 
information gathered during the workers interviews both on-site and off-site 
presented discrepancies with the information reflected on the time and payment 
records provided during the audit. For instance, some workers reported that they 
were required to work on some Saturdays even during the low season, however, 
their corresponding time records showed that they were not required to work on 
any Saturday during the entire period. Some workers also admitted that they were 
required to work on Sunday occasionally for the past few months, however, their 
corresponding time records showed that they did not work on any Sunday. Hence, 
the time and payment records provided were unreliable.  
(Article 44 of Labor Law of the People's Republic of China)  
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Plan Of 
Action:  
 
Q3 factory visit is planned this year.  
Deadline 
Date:  
08/15/2009  
Supplier 
CAP:  
Same CAP and explanation as in minimum wages issue. Further explanation is that 
our payment of wages was completely through the bank and the bank payment 
records could not be manipulated. It matched exactly to our wage records and the 
key is we have no complaints on pays being cut. It would be safe to conclude that 
our wage records were genuine and true in principle. You may even come and 
audit our financial accounts if necessary. It was just some inappropriate recording 
practice and sloppy human error that caused the misunderstanding. Anyway, we 
have that rectified now.  
Supplier 
CAP Date:  
08/15/2009  
Action 
Taken:  
1. It is the express policy and practice of [factory name] to follow all China and local 
laws relative to wage and working hour requirements. Further, it is the policy and 
practice of [factory name] to keep and maintain accurate and complete records of 
all related transactions and to make them available in their entirety, without 
modification to government officials, auditing agencies and others as approved by 
[factory name] management.  
2. Any inconsistencies noted by the FLA audit team were inadvertent or were the 
result of miscommunication. It is the express policy and practice of [factory name] 
to cooperate with client auditors and comply with China law.  
Plan 
Complete:  
No  
Plan 
Complete 
Date:  
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Wages, Benefits and Overtime Compensation: False Payroll Records  
WBOT.19 Employers shall not use hidden or multiple payroll records in order to hide overtime, to 
falsely demonstrate hourly wages, or for any other fraudulent reason. Payroll records maintained 
shall be authentic and accurate. (P) 
 
Noncompliance 
 
Explanation:  Having compared the time and payment records provided with various production 
related records and information gathered during the worker interviews, it was 
noted that various inconsistencies existed. For instance, various records obtained 
from various sections showed that workers were working on many Sundays and 
Saturdays such as Jan 11, 2009 (Sunday), November 22, 2008 (Saturday), 
November 23, 2009 (Sunday), January 10, 2009 and January 17, 2009 (Saturdays). 
However, corresponding time and payment records of respective workers showed 
that they were off on those days. In addition, it was also noted that the 
information gathered during the workers interviews both on-site and off-site 
presented discrepancies with the information reflected on the time and payment 
records provided during the audit. For instance, some workers reported that they 
were required to work on some Saturdays even during the low season, however, 
their corresponding time records showed that they were not required to work on 
any Saturday during the entire period. Some workers also admitted that they were 
required to work on Sunday occasionally for the past few months, however, their 
corresponding time records showed that they did not work on any Sunday. Hence, 
time and payment records were unreliable and did not reflect workers' actual 
working hours, overtime and wages status at the facility.  
Plan Of 
Action:  
Q3 factory visit is planned for this year.  
Deadline 
Date:  
08/15/2009  
Supplier 
CAP:  
Same CAP and explanation as in minimum wages issue. Further explanation is that 
our payment of wages was completely through the bank and the bank payment 
records could not be manipulated. It matched exactly to our wage records and the 
key is we have no complaints on pays being cut. It would be safe to conclude that 
our wage records were genuine and true in principle. You may even come and 
audit our financial accounts if necessary. It was just some inappropriate recording 
practice and sloppy human error that caused the misunderstanding. Anyway, we 
have that rectified now.  
Supplier 
CAP Date:  
08/15/2009  
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Action 
Taken:  
 
1. It is the express policy and practice of [factory name] to follow all China and local 
laws relative to wage and working hour requirements. Further, it is the policy and 
practice of [factory name] to keep and maintain accurate and complete records of 
all related transactions and to make them available in their entirety, without 
modification to government officials, auditing agencies and others as approved by 
[factory name] management.  
2. Any inconsistencies noted by the FLA audit team were inadvertent or were the 
result of miscommunication. It is the express policy and practice of [factory name] 
to cooperate with client auditors and comply with China law.  
Plan 
Complete:  
No  
Plan 
Complete 
Date:  
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Freedom of Association: Right to Freely Associate  
FOA.2 Workers, without distinction whatsoever, shall have the right to establish and, subject only to 
the rules of the organization concerned, to join organizations of their own choosing without previous 
authorization. The right to freedom of association begins at the time that a worker seeks 
employment, and continues through the course of employment, including eventual termination of 
employment, and is applicable as well to unemployed and retired workers. (S) 
 
Noncompliance 
 
Explanation:  FLA Comment: The Chinese constitution guarantees Freedom of Association; 
however, the Trade Union Act prevents the establishment of trade unions 
independent of the sole official trade union - the All-China Federation of Trade 
Unions (ACFTU). According to the ILO, many provisions of the Trade Union Act are 
contrary to the fundamental principles of freedom of association, including the 
non-recognition of the right to strike. As a consequence, all factories in China fall 
short of the ILO standards on the right to organize and bargain collectively. 
Recently, however, the government has introduced new regulations that could 
improve the functioning of the labor relations mechanisms. The Amended Trade 
Union Act of October 2001 does stipulate that union committees have to be 
democratically elected at members' assemblies and trade unions must be 
accountable to their members. The trade union has the responsibility to consult 
with management on key issues of importance to their members and to sign 
collective agreements. It also grants the trade union an enhanced role in dispute 
resolution. In December 2003, the Collective Contracts Decree introduced the 
obligation for representative trade unions and employers to negotiate collective 
agreements, in contrast to the previous system of non-negotiated administrative 
agreements.  
Plan Of 
Action:  
Q3 factory visit is planned for this year.  
Deadline 
Date:  
08/15/2009  
Supplier 
CAP:  
Our factory adheres to China Labor policy re. FOA.2 requirements of FLA. We may 
have to wait to see the new Chinese Law in this respect and adjust accordingly.  
Supplier 
CAP Date:  
08/15/2009  
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Action 
Taken:  
 
1. It is the express policy and practice of [factory name] to allow freedom of 
association and the right to form trade unions. In addition to regularly soliciting 
employee feedback in several different venues, [factory name] conducts monthly 
meetings with employee representatives where comments, requests, suggestions 
and complaints are solicited and addressed.   
2. Any inconsistencies noted by the FLA audit team were inadvertent or were the 
result of miscommunication. It is the express policy and practice of [factory name] 
to cooperate with client auditors and comply with China law.  
Plan 
Complete:  
No  
Plan 
Complete 
Date:  
 
 
 
 
 
 
Harassment or Abuse:  Other - Harassment or Abuse  
Other 
 
Noncompliance 
 
Explanation:  On reviewing factory policy, it was noted that there was a clause of monetary fines; 
for instance, workers were subject to RMB 50 fines for breaching the regulations at 
the sewing section. However, workers reported that they were never subjected to 
any kind of fines in the factory and no record of fines was noted on the disciplinary 
records either.  
Plan Of 
Action:  
Notified supplier.  
Deadline 
Date:  
06/01/2009  
Supplier 
CAP:  
The example of the clause on monetary fines in the sewing department was posted 
many years ago. It was removed.  
Supplier 
CAP Date:  
06/01/2009  
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Action 
Taken:  
 
Plan 
Complete:  
No  
Plan 
Complete 
Date:  
 
  
 
Non-Discrimination:  Employment Decisions  
D.2 All employment decisions shall be made solely on the basis of a person's qualifications, in terms 
of education, training, experience, demonstrated skills and/or abilities, as they relate to the inherent 
requirements of a particular job. (P) 
 
Noncompliance 
 
Explanation:  Based on the review of job advertisements and workers' interviews, sex restriction 
clauses were found at the factory's job advertisements.  
In accordance with the Article 12 of the Labor Law of the People's Republic of 
China, with regard to employment, workers shall not be discriminated against on 
the grounds of nationality, race, sex or religious belief.  
Plan Of 
Action:  
 
Deadline 
Date:  
06/01/2009  
Supplier 
CAP:  
Management's investigation found out that the supervisor for the painting 
department had posted a recruitment flyer for "male" paint material prep 
technicians. Management has corrected the situation by retraining the individuals 
responsible for the deviation from policy which states that no employee (or 
prospective employee) shall be discriminated against on the basis of gender in 
regards to job placement within the company.  
Supplier 
CAP Date:  
06/01/2009  
Action 
Taken:  
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Plan 
Complete:  
 
No  
Plan 
Complete 
Date:  
 
 
  
 
 
Non-Discrimination: Recruitment and Employment Practices (Job Advertisements, Job 
Descriptions, Evaluation Policies)  
D.3 Recruitment and employment policies and practices, including job advertisements, job 
descriptions, and performance/job evaluation policies and practices shall be free from any type of 
discriminatory bias. (S) 
 
Noncompliance 
 
Explanation:  Based on the review of job advertisements and workers' interviews, sex restriction 
clauses were found on the factory's job advertisements.  
In accordance with the Article 12 of the Labor Law of the People's Republic of 
China, with regard to employment, workers shall not be discriminated against on 
the grounds of nationality, race, sex or religious belief.  
Plan Of 
Action:  
 
Deadline 
Date:  
06/01/2009  
Supplier 
CAP:  
Management's investigation found out that the supervisor for the painting 
department had posted a recruitment flyer for "male" paint material prep 
technicians. Management has corrected the situation by retraining the individuals 
responsible for the deviation from policy which states that no employee (or 
prospective employee) shall be discriminated against on the basis of gender in 
regards to job placement within the company.  
Supplier 
CAP Date:  
06/01/2009  
Action 
Taken:  
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Plan 
Complete:  
 
No  
Plan 
Complete 
Date:  
 
 
 
 
 
Code Awareness:   
GEN.1 Establish and articulate clear, written workplace standards. Formally convey those standards 
to Company factories as well as to licensees, contractors and suppliers.  
 
Noncompliance 
 
Explanation:  During the walkthrough and interview with factory management and workers, it 
was noted that no Riddell code was posted in the factory. Only factory regulations 
and other client COC were available at the facility.  
Plan Of 
Action:  
Notified supplier.  
Deadline 
Date:  
08/15/2009  
Supplier 
CAP:  
Riddell code related to GEN.1 of FLA is now posted at the Employee Information 
Center. Factory policy related to workplace standards has been communicated to 
all employees and is posted at the Employee Information Center as well.  
Supplier 
CAP Date:  
08/15/2009  
Action 
Taken:  
 
Plan 
Complete:  
No  
Plan 
Complete 
Date:  
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Code Awareness:   
GEN.2 Ensure that all Company factories as well as contractors and suppliers inform their employees 
about the workplace standards orally and through the posting of standards in a prominent place (in 
the local languages spoken by employees and managers) and undertake other efforts to educate 
employees about the standards on a regular basis. 
 
Noncompliance 
 
Explanation:  During the walkthrough and interview with factory management and workers, it 
was noted that no Riddell code was posted in the factory. It was also observed that 
workers should be properly told of the workplace standards both orally and 
through the posting of standards in local languages. Efforts should also be taken to 
educate employees on regular basis.  
Plan Of 
Action:  
Notified supplier.  
Deadline 
Date:  
08/15/2009  
Supplier 
CAP:  
Riddell code related to GEN.1 of FLA is now posted at the Employee Information 
Center. Factory policy related to workplace standards has been communicated to 
all employees and is posted at the Employee Information Center as well.  
Supplier 
CAP Date:  
08/15/2009  
Action 
Taken:  
 
Plan 
Complete:  
No  
Plan 
Complete 
Date:  
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Code Awareness:   
GEN.3 Develop a secure communications channel, in a manner appropriate to the culture and 
situation, to enable Company employees and employees of contractors and suppliers to report to the 
Company on noncompliance with the workplace standards, with security that they shall not be 
punished or prejudiced for doing so. 
 
Noncompliance 
 
Explanation:  During the walkthrough and interview with factory management and workers, it 
was noted that no Riddell code was posted in the factory. Only factory regulations 
and other client COC were available at the facility. No sign of secure 
communication channels existed by the company at the facility either.  
Plan Of 
Action:  
Q3 factory visit is planned for this year.  
Deadline 
Date:  
08/15/2009  
Supplier 
CAP:  
Riddell code of conduct now posted at the Employee Information Center. Factory 
policy related to secure communications now posted at the Employee Information 
Center as well.  
Supplier 
CAP Date:  
08/15/2009  
Action 
Taken:  
[Factory name] has posted the required information related to secure 
communication with Riddell on factory information bulletin boards. The posting 
includes the appropriate contact information, including names, phone numbers, 
email and postal address should an employee find it necessary to contact Riddell 
directly.  
Plan 
Complete:  
No  
Plan 
Complete 
Date:  
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Health and Safety: Safety Equipment and First Aid Training  
H&S.10 All safety and medical equipment (such as fire fighting equipment, first aid kits, etc.) shall be 
available in sufficient numbers throughout the factory, maintained and stocked as prescribed and 
easily accessible to workers. A sufficient number of workers shall be trained in first aid and fire 
fighting techniques. (S) 
 
Noncompliance 
 
Explanation:  During the factory walkthrough, it was noted that some fire extinguishers were 
blocked by materials on the 2nd floor of production building.  
In accordance with Article 21 of Fire Prevention Law of the People's Republic of 
China, no units or individuals may damage or divert to other purpose, dismantle or 
inactivate fire control facilities and equipment without authorization, or bury and 
occupy fire hydrants, take up fire prevention spaces and block fire control 
passages. 
Plan Of 
Action:  
Notified supplier.  
Deadline 
Date:  
08/15/2009  
Supplier 
CAP:  
Factory strives to maintain safe working conditions at all times. This was found to 
be an isolated incident. Discipline and re-training were implemented immediately 
following observation of the violation.  
Supplier 
CAP Date:  
08/15/2009  
Action 
Taken:  
 
Plan 
Complete:  
No  
Plan 
Complete 
Date:  
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Health and Safety: Personal Protective Equipment  
H&S.11 Workers shall be provided with effective and all necessary personal protective equipment 
(such as gloves, eye protection, hearing protection, respiratory protection, etc.) to prevent unsafe 
exposure (such as inhalation or contact with solvent vapors, noise, dust, etc.) to health and safety 
hazards, including medical waste. (S) 
 
Noncompliance 
 
Explanation:  During the factory walkthrough, it was noted that:  
1. Workers were not wearing PPE while handling the chemicals properly. For 
example, some workers did not wear proper masks while working in tempo-
printing and spraying sections or handling the chemicals, some workers were not 
wearing the mask at the correct time while handling the hazardous chemicals ;  
2. No proper protective gloves were provided for some workers who transport or 
remove the molds at injection sections; 3) some workers' hands were allergic to 
the chemicals as they were not wearing proper protective gloves, and at least one 
worker reported that s/he has headaches due to frequently working at the 
chemicals usage section.  
In accordance with Article 87 of Factory Safety and Health Rules, factories shall 
educate their workers in the correct use of protection articles. In accordance with 
Article 74 of Factory Safety and Health Rules, in any one of the following cases, a 
factory should provide its workers with working clothes or aprons and, according to 
needs, provide protection gears, including helmets, gasmasks, gloves, leg guards 
and shoe covers: 1) Operations that are easy to cause burn, scalding or mechanical 
trauma. 2) Operations under intense radiation heat or low temperature conditions. 
3) Operations with a toxic environment, or involving infectious substances or large 
amount of dusts. 4) Operations that often cause clothes to be worn out, wet or 
especially dirty.  
Plan Of 
Action:  
 
Deadline 
Date:  
 
Action 
Taken:  
 
Plan 
Complete:  
No  
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Plan 
Complete 
Date:  
 
 
 
 
Health and Safety:  Chemical Management and Training  
H&S.13 All chemicals and hazardous substances shall be properly labeled and stored in accordance 
with applicable laws. Labels shall be placed in the local language and the language(s) spoken by 
workers, if different from the local language. Workers shall receive training, appropriate to their job 
responsibilities, concerning the hazards, risks and the safe use of chemicals and other hazardous 
substances. (S) 
 
Noncompliance 
 
Explanation:  During the workers interviews, it was noted that workers who were handling the 
chemicals were not aware of the proper procedure of chemical handling and the 
content or potential risk of the chemicals used.  
In accordance with Article 27 of the Regulation For Chemical Usage Safety in Work 
Place, staff and workers are entitled to receive: (1) Date and information in 
description of the specific characteristics, hazardous ingredients, and safety 
precaution marks of the chemicals to be used in the working premises, and 
instructions upon safety techniques, etc. (2) Information concerning the probability 
of occurrence of harm against safety and health of staff and workers caused by 
dangerous chemicals in the working process. (3) Trainings upon safety techniques, 
including trainings with regard to prevention and control, danger-avoiding 
methods, handling of emergency cases, or emergency measures. (4) Labor 
protection articles in conformity to State stipulations.  
Plan Of 
Action:  
 
Deadline 
Date:  
 
Action 
Taken:  
 
Plan 
Complete:  
No  
  
 
 
23 
 
 
Plan 
Complete 
Date:  
  
 
Health and Safety:  Material Safety Data Sheets/Worker Access and Awareness  
H&S.14 Material Safety Data Sheets (MSDS) for all chemicals used in the factory must be available at the usage and storage sites of the chemicals, in the local language and the language(s) spoken by workers, if different from the local language. Workers shall have free 
access to MSDS. (P)  
 
Noncompliance 
 
Explanation:  During factory walkthrough, there was no MSDS posted at some printing stations 
where workers were handling the chemicals. 
 In accordance with Article 20 of the Regulation For Chemical Usage Safety in Work 
Place, an organization that uses chemical materials shall make public the safety and 
sanitation information concerning dangerous chemicals to its staff and workers, 
educate its staff and workers to identify the safety precautions marks, understand 
the Instructions on Safety Techniques, grasp necessary first aid methods and self-
rescue measures as well; moreover, it is required to educate and regularly train its 
staff and workers to use chemicals in their working premises in a safe manner.  
Plan Of 
Action:  
Q3 factory visit is planned for this year.  
Deadline 
Date:  
08/15/2009  
Supplier 
CAP:  
Employee safety is a top priority at our factory. Extensive effort is given to worker 
training and awareness, including the posting of MSDS information for all chemicals 
utilized within the factory. Our investigation found out that departments generally 
follow the practice of allowing only trained individuals to handle potentially 
hazardous materials. Additional training and enforcement of this policy are 
currently underway.  
Supplier 
CAP Date:  
08/15/2009  
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Action 
Taken:  
 
MSDS information is provided and maintained at locations throughout the factory 
in the vicinity of the activity taking place which uses the material described by the 
MSDS. [Factory name] provides training on the use and application of MSDS and 
other related health, safety and environmental information to every employee at 
the time of new employee orientation and annually thereafter. Audits and 
inspections are regularly conducted by the factory safety team to ensure that the 
factory is in full compliance.  
Plan 
Complete:  
No  
Plan  
Complete  
Date: 
 
 
 
 
 
Health and Safety:  Sanitation in Factory Facilities  
H&S.22 All facilities including factory buildings, toilets, canteens, kitchens, and clinics, shall be kept 
clean and safe and be in compliance with all applicable laws, including relevant sanitation, medical 
and safety and health regulations. (S)  
 
Noncompliance 
 
Explanation:  During the record review and the interview with the canteen workers, it was noted 
that 6 out of 16 kitchen workers' health certificates had expired.  
In accordance with Article 26 of Chapter 6 of the Food Sanitation Law of the 
People's Republic of China, those in food production and management shall receive 
a health check-up every year. New and casual laborers of food production and 
management shall receive a health check-up and obtain the health certificate 
before they can take up their jobs.  
Plan Of 
Action:  
Notified supplier.  
Deadline 
Date:  
06/05/2009  
Supplier 
CAP:  
As of June 5, all workers in kitchen and canteen now have valid health certificates 
according to Law.  
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Supplier 
CAP Date:  
 
06/05/2009  
Action 
Taken:  
 
Plan 
Complete:  
No  
Plan 
Complete 
Date:  
 
  
 
Health and Safety: Food Preparation  
H&S.25 All food made available to workers shall be prepared, stored, and served in a safe and 
sanitary manner in accordance with all applicable laws. All workers handling food shall be provided 
with the tools and equipment necessary to do so in a safe and sanitary manner. (S)  
 
Noncompliance 
 
Explanation:  During the factory walkthrough, it was noted that kitchen workers did not wear 
sanitary masks while handling foods in the canteen.  
In accordance with Section 3.5.3 Catering Operating Guideline of PRC, all personnel 
who are in contact with food must obtain proper health certificates, food 
processing personnel shall wear sanitary masks and gloves when handling foods. 
Proper tools shall also be used in selling the prepared foods. Section.11.1, General 
Sanitary Guideline for Food Enterprises, the uniform of the staff shall include the 
coat in light color, pants, sanitary caps and boots, etc. The sanitary equipment, 
such as sanitary mask, apron, etc. shall be provided to the personnel who are in 
contact with food.  
Plan Of 
Action:  
Notified supplier.  
Deadline 
Date:  
08/15/2009  
Supplier 
CAP:  
Factory policy requires all workers that are actively involved in cooking or handling 
food to wear a facemask and proper uniform. Re-training was conducted to 
reinforce this policy.  
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Supplier 
CAP Date:  
 
08/15/2009  
Action 
Taken:  
 
Plan 
Complete:  
No  
Plan 
Complete 
Date:  
 
 
 
 
Hours of Work:  General Compliance Hours of Work  
HOW.1 Employers shall comply with all local laws, regulations and procedures concerning hours of 
work, public holidays and leave. (S) 
 
Noncompliance 
 
Explanation:  During the document review and worker interviews, it was noted that working 
hours of workers had slightly exceeded 60 hours per week during the peak season, 
such as June, July and August 2008. For instance, 63 to 66 hours a week in injection 
and assembling section. In addition, workers worked 3 hours overtime per day and 
more than 66 hours on rare occasions. For example, there were workers at the 
injection section who had worked for 71.33 hours/week the week of March 23, 
2009 and also had overtime for 4 hours a day, exceeding the legal limit of 3 hours a 
day. Due to the discrepancies noted during the audit, the actual status of workers' 
actual working hours could not be accurately verified. For instance, various records 
obtained from various sections showed that workers were working on many 
Sundays and Saturdays, such as Jan 11, 2009 (Sunday), November 22, 2008 
(Saturday), November 23, 2009 (Sunday), January 10, 2009 and January 17, 2009 
(Saturdays). However, corresponding time and payment records of respective 
workers showed that they were off on these days.  
(Article 41 of the Labor Law of the People's Republic of China)  
Plan Of 
Action:  
Q3 factory visit is planned for this year.  
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Deadline 
Date:  
 
08/15/2009  
Supplier 
CAP:  
As reflected in the findings where we had exceeded the allowed working hours by 
all standards, we made no effort to hide or to manipulate or to produce non-
genuine records. The inconsistencies were caused by explanation cited in minimum 
wages. At the same time, we are striving to keep hours of work within the allowed 
range by planning on a shorter work week of 56 hours so that in case of 
emergencies, the overtime would not exceed law.  
Supplier 
CAP Date:  
08/15/2009  
Action 
Taken:  
1. It is the express policy and practice of [factory name] to follow all China and local 
laws relative to wage and working hour requirements. Further, it is the policy and 
practice of [factory name] to keep and maintain accurate and complete records of 
all related transactions and to make them available in their entirety, without 
modification to government officials, auditing agencies and others as approved by 
[factory name] management.  
2. Any inconsistencies noted by the FLA audit team were inadvertent or were the 
result of miscommunication. It is the express policy and practice of [factory name] 
to cooperate with client auditors and comply with China law.  
Plan 
Complete:  
No  
Plan 
Complete 
Date:  
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Hours of Work:  Rest Day  
HOW.2 Workers shall be entitled to at least one day off in every seven-day period. If workers must 
work on a rest day, an alternative day off must be provided within that same seven-day period or 
immediately following the seven-day period. (P) 
 Noncompliance 
 
Explanation:  During the document reviews and workers interviews, it was noted that various 
inconsistencies existed between the time and payment records, production related 
records and the information gathered during the worker interviews. Despite time 
and payment records which showed that workers were provided with one day rest 
on Sunday, production related records showed that some workers were required 
to work on Sunday. For instance, various records obtained from various sections 
showed that workers were working on many Sundays and Saturdays such as Jan 11, 
2009 (Sunday), November 22, 2008 (Saturday), November 23, 2009 (Sunday), 
January 10, 2009 and January 17, 2009 (Saturdays). However, corresponding time 
and payment records of respective workers showed that they were off on those 
days. In addition, it was also noted that the information gathered during the 
workers interviews both on-site and off-site presented discrepancies with the 
information reflected on the time and payment records provided during the audit. 
For instance, some workers reported that they were required to work on some 
Saturdays even during the low season, however, though their corresponding time 
records showed that they were not required to work on any Saturday during the 
entire period. Some workers also admitted that they were required to work on 
Sunday occasionally for the past few months, however, their corresponding time 
records showed that they did not work on any Sunday. In view of the above, 
auditors concluded that the time records were unreliable and failed to accurately 
reflect workers' actual working hours and consecutive work days at the facility.  
(Article 38 of the Labor Law of the People's Republic of China)  
Plan Of 
Action:  
Q3 factory visit is planned for this year.  
Deadline 
Date:  
08/15/2009  
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Supplier 
CAP:  
 
It has been a major challenge to the entire export manufacturing industry in China 
that there are a lot of different COC requirements on top of the China Labor Law. 
We will strive to detect those gaps in details and work to satisfy all codes at the 
same time. In the past, it has been our emphasis on the ICTI requirement as the 
main framework under which our factory adheres to the "Combined Working 
Hours System" option as provided for by local China Labor policy which states that 
an employee may exceed 3 hours of overtime in a 24 hour period. Furthermore, 
the total hours worked in a 7 day period by a single hourly employee may exceed 
60 hours, as long as the total overtime hours worked in a calendar year do not 
exceed 432 hours. We have always adopted the ICTI philosophy of continuous 
improvement; and to maintain and submit genuine and accurate records of all 
sorts, even if they were non-compliant, as the backbone of the entire recording 
system. It was a misfortune that our staff has not been able to project our honest 
company philosophy, or that our records were not accurate enough to produce 
100% consistency.  
Note: We truly believe that perhaps it is a good idea that if a factory is genuinely 
submitting its true picture to the auditors, it is fair for the factory to know where 
the inconsistencies were found so that we could at least explain and the auditors 
could evaluate according to their free minds. We have no idea which 
inconsistencies were found even up to now. It would help us better to plan a more 
effective CAP if we knew what went wrong.  
Supplier 
CAP Date:  
08/15/2009  
Action 
Taken:  
1. It is the express policy and practice of [factory name] to follow all China and local 
laws relative to wage and working hour requirements. Further, it is the policy and 
practice of [factory name] to keep and maintain accurate and complete records of 
all related transactions and to make them available in their entirety, without 
modification to government officials, auditing agencies and others as approved by 
[factory name] management. 
2. Any inconsistencies noted by the FLA audit team were inadvertent or were the 
result of miscommunication. It is the express policy and practice of [factory name] 
to cooperate with client auditors and comply with China law.  
Plan 
Complete:  
No  
Plan 
Complete 
Date:  
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Hours of Work:  Time Recording System  
HOW.6 Time worked by all workers, regardless of compensation system, shall be fully documented by 
time cards or other accurate and reliable recording systems such as electronic swipe cards. Employers 
are prohibited from maintaining multiple time-keeping systems and/or false records for any 
fraudulent reason, such as to falsely demonstrate working hours. Time records maintained shall be 
authentic and accurate. (P) 
 
Noncompliance 
 
Explanation:  During the document reviews and workers interview, it was noted that various 
inconsistencies presented between the time and payment records, production 
related records and the information gathered during the workers’ interviews. For 
instance, various records obtained from various sections showed that workers 
were working on many Sundays and Saturdays such as Jan 11, 2009 (Sunday), 
November 22, 2008 (Saturday), November 23, 2009 (Sunday), January 10, 2009 and 
January 17, 2009 (Saturdays). However, corresponding time and payment records 
of respective workers showed that they were off on those days. In addition, it was 
also noted that the information gathered during the workers interviews both on-
site and off-site presented discrepancies with the information reflected on the time 
and payment records provided during the audit. For instance, some workers 
reported that they were required to work on some Saturdays even during the low 
season, however, their corresponding time records showed that they were not 
required to work on any Saturday during the entire period. Some workers also 
admitted that they were required to work on Sunday occasionally for the past few 
months, however, their corresponding time records showed that they did not work 
on any Sunday. Hence, the time records were unreliable and failed to accurately 
reflect workers' actual working hours at the facility.  
Plan Of 
Action:  
Q3 factory visit is planned for this year.  
Deadline 
Date:  
08/15/2009  
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Supplier 
CAP:  
 
It has been a major challenge to the entire export manufacturing industry in China 
that there are a lot of different COC requirements on top of the China Labor Law. 
We will strive to detect those gaps in details and work to satisfy all codes at the 
same time. In the past, it has been our emphasis on the ICTI requirement as the 
main framework under which our factory adheres to the "Combined Working 
Hours System" option as provided for by local China Labor policy which states that 
an employee may exceed 3 hours of overtime in a 24 hour period. Furthermore, 
the total hours worked in a 7 day period by a single hourly employee may exceed 
60 hours, as long as the total overtime hours worked in a calendar year do not 
exceed 432 hours. We have always adopted the ICTI philosophy of continuous 
improvement; and to maintain and submit genuine and accurate records of all 
sorts, even if they were non-compliant, as the backbone of the entire recording 
system. It was a misfortune that our staff has not been able to project our honest 
company philosophy, or that our records were not accurate enough to produce 
100% consistency. Note: We truly believe that perhaps it is a good idea that if a 
factory is genuinely submitting its true picture to the auditors, it is fair for the 
factory to know where were the inconsistencies found so that we could at least 
explain and the auditors could evaluate according to their free minds. We have no 
idea which inconsistencies were found even up to now. It would help us better to 
plan a more effective CAP if we knew what went wrong.  
Supplier 
CAP Date:  
08/15/2009  
Action 
Taken:  
1. It is the express policy and practice of [factory name] to follow all China and local 
laws relative to wage and working hour requirements. Further, it is the policy and 
practice of [factory name] to keep and maintain accurate and complete records of 
all related transactions and to make them available in their entirety, without 
modification to government officials, auditing agencies and others as approved by 
[factory name] management.  
2. Any inconsistencies noted by the FLA audit team were inadvertent or were the 
result of miscommunication. It is the express policy and practice of [factory name] 
to cooperate with client auditors and comply with China law.  
Plan 
Complete:  
No  
Plan 
Complete 
Date:  
 
 
 
 
 
 
